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Abstract 
The study highlights possible differences between police officers who work in the office and those who work in the field, in 
terms of aggressive behavior perception. Method: Participants were 60 subjects, male and female police officers, age ranged from 
25-50 years (M = 34.7;S.D.=5.6). The instrument: "Aggression Questionnaire".  Results highlight that aggression is not 
statistically significant different at the police officers from office comparative with those from field work context 
(m1=40.73<42.60; p>0.05). This study shows that working as police officer, being exposed to aggressive stimuli there is no 
statistically difference between office and field place.  
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1. Introduction 
Aggressiveness is a concept studied by many branches of psychology (personality psychology, transport 
psychology, clinical psychology, etc.) due to its’ many social implications. A great deal of today’s social problems 
are caused by aggressive behavior. The desire to understand this phenomenon has lead researchers and scholars in 
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the social sciences to closely study aggression. Bushman and Anderson (2001) believe that aggression is often 
misunderstood because of the conceptual confusion that some authors make between aggression and violence. 
Bushman and Anderson (2001) identify the following types of aggression: hostile aggression and  instrumental 
aggression. 
Hostile aggression is that form of aggression characterized by the intent to cause suffering to others as a response 
to a perceived provocation. It is also called affective impulsive or reactive aggression, strong related to 
dysfunctional impulsivity (Vasile, 2012). Hostile aggression is characterized by strong negative emotions. One 
becomes angry after perceiving a provocation. Anger is considered the main cause of inciting, hostile, aggressive 
behavior with the main purpose to make another suffer. It must be said that it is wrong to believe that aggression is 
determined  solely  by  the  state  of  anger.  Fury  is  a  powerful  and  intense  emotion,  which  usually  lasts  just  a  few  
moments, that occurs in response to a perceived challenge. Thus, the aggressive act takes place after one is 
provoked, hence after the state of fury has been consumed. In conclusion, given the delayed response 
characteristic to hostile aggression, it must be said that fury is the primary reaction to a challenge, but not all fury 
episodes lead to the production of aggressive behaviors. So, besides fury, situational factors and personal 
characteristics of the individual are decisive in regards to hostile aggression (Anderson & Huesmann, 2003).  
Instrumental aggression is defined by Berkowitz (1993) as a deliberate activity that aims to achieve a defined 
objective other than the injury or harm of another and is rather proactive than reactive.  
Regarding the working field previous studies were performed in the Laboratory of Work and Traffic Psychology, 
Department of Psychology, Romania. Hence, AniĠei & Chraif, (2012) presented a possible model  of core 
competences validation using BARS scales at Romanian ANOFM,  Chraif, ğLĠirigă & AniĠei (2013) experimented a 
correlative study between counterproductive behaviour, ethical behaviour, physical health, mental health and 
perceived stressors in a Romanian company, Chraif & Danciu (2011) were studying the possible correlations 
between perceived emotions and communication in the workplace, Chraif & Danciu (2011) highlited a validation 
model of communication and emotions at work place using external criterion the performances at the workplace in a 
truism agency. PăVăOău & Chraif (2011) were interested to study the salarization system, age and work experience as 
predictors of physical and mental health, Plăiaúu & Chraif  (2011) evidenced that organizational stress can be 
predictor of managerial performance in Bucharest casinos, Ruúan (2013) was interested to avidence possible 
correlations between organizational climate, family support and physical health and Tănase, Manea, Chraif, AniĠei & 
Coblaú (2012) showed that assertiveness and organizational trust can be predictors of mental and physical health in a 
Romanian Oil Company. 
2. Objectives and Hypotheses  
2.1. Objectives 
• Identification of differences between officers who work in the office and those who work in the field, in 
terms of communication, work load and aggressiveness. 
• Provision of information on the image created by policemen status on certain characteristics of their 
personality. 
2.2. Hypotheses 
• Characteristic features of the labor context significantly influence self-perceived aggression for policeman 
working in the office than those who perform field work.
• Characteristic features of labor context significantly influence the work load of policeman working in the 
office than those who perform field work.
• Characteristic features of the labor context significantly influence communication for policeman working in 
the office than those who perform field work.
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3.  Method 
3.1. Participants 
For this experiment there were chosen two samples of 30 subjects, both male and female police workers, age 
ranged from 25-45 years (m = 35). The first sample consisted of 30 subjects working in the office, and the second 
sample was composed of 30 subjects who carry out field work.
3.2. Instruments 
    In this study we applied the following: an Aggression questionnaire, communication questionnaire  and work 
load questionnaire. The "Aggression" questionnaire was constructed (Annex 6.1.) comprising a total of 24 items that 
measure the aggressiveness of a lot of subjects. The 24 items are 24 questions that subjects must answer with "yes" 
or "no." The Alpha Cronbach coefficient for the  first dimension of communication is 0.778 (Appendix 6.6.3.) for 
the second one is 0.793, for the third one is 0.856 and for the final dimension is 0.865. 
The communication questionnaire aimed to measure the four dimensions of communication: communication with 
colleagues of the same hierarchical level, communication with superiors, communication with subordinates and 
communication with citizens. Subjects had to rate each statement according to the level of agreement or 
disagreement on a 5-points Lickert scale, as follows: 1 - the least, 2 - less than 3 - average 4 - more, 5 - very much. 
The Alpha Cronbach coefficient throughout the questionnaire, obtained after pre-testing on a total of 30 subjects is 
0.793.
The work load questionnaire includes 10 statements, which the subjects had to rate according to the level of 
agreement or disagreement on a 5-points Lickert scale, as followes: 1 - the least, 2 - less than 3 - average 4 - more 5 
– very much. The Alpha Cronbach coefficient throughout the questionnaire, obtained after pre-testing on a total of 
30 subjects is 0.892. 
3.3. Procedure 
The participants to the study were informed about the instruments to be applied and completed the informed 
consent.  Administration of three questionnaires was done during work hours, the subjects being tested in groups of 
15 policemen. Permission to participate in the study was requested of the head of the institution (police commander) 
and of the policeman themselves. Questionnaires were applied successively in the following order: communication 
questionnaire, work load questionnaire and aggression questionnaire. 
3.4. Experimental design 
Dependent variables: communication, communication with superiors, communication with subordinates, total 
communication with citizens, total aggression and total work load. Independent variable: The subjects were divided 
into two groups: employees working in the office and employees working on the field. 
4. Results 
 After statistical processing of the responses it can be seen, in Table 1 and Table 2, that all 6 of the study 
variables are normally distributed (p> 0.05). Considering this aspect, hypotheses testing can be performed with 
parametric tests for comparison of means. 
 For the experiment there were chosen two samples of 30 subjects both male and female police officers, age 
ranged from 25-50 years (M = 34.7; S.D.=5.6). The first sample was represented by 30 subjects working in the 
office, and the second sample was composed of 30 officers carrying out their work in the field. The instrument: 
"Aggression Questionnaire "(Birau, 2013) is composed of a total of 24 items that measure the aggressiveness of a lot 
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of subjects. The Cronbach Alpha coefficient for the first dimension of communication is 0.778. For the second is 
0.793, for the third is 0.856 and the final dimension has o coefficient of 0.865.  
Table 1  Descriptive statistics 
terenbirou N Mean Std. Deviation Std. Error Mean 
totalcomi
dimension1
Field 30 14.57 5.151 .940 
Office 30 14.27 5.291 .966 
totalcomsup
dimension1
Field 30 13.93 4.884 .892 
Office 30 14.87 4.932 .900 
totalcomsub
dimension1
Field 30 14.50 4.790 .875 
Office 30 15.30 5.937 1.084 
totalcomcet
dimension1
Field 30 16.63 5.750 1.050 
Office 30 15.13 6.564 1.198 
totalincs
dimension1
Field 30 25.73 9.351 1.707 
Office 30 21.70 7.193 1.313 
totalagr
dimension1
Field 30 40.73 5.577 1.018 
Office 30 42.60 4.048 .739 
In Table there 1 can be seen the mean and standard deviation for all variables. In Tables 2 and 3 values of   T test  
as well as their statistical significance can be analyzed. 
Table 2.  Independent Samples Test 
Levene's Test for Equality of Variances t-test for Equality of Means 
F Sig. t df
totalcomi Equal variances assumed .195 .660 .223 58 
Equal variances not assumed .223 57.958 
totalcomsup Equal variances assumed .002 .967 -.736 58 
Equal variances not assumed -.736 57.995 
totalcomsub Equal variances assumed 3.256 .076 -.574 58 
Equal variances not assumed -.574 55.519 
totalcomcet Equal variances assumed .852 .360 .941 58 
Equal variances not assumed .941 57.013 
totalincs Equal variances assumed 1.466 .231 1.873 58 
Equal variances not assumed 1.873 54.418 
totalagr Equal variances assumed 4.711 .034 -1.484 58 
Equal variances not assumed -1.484 52.920 
876   Mihai Aniţei et al. /  Procedia - Social and Behavioral Sciences  127 ( 2014 )  872 – 877 
Table 3 Independent Samples Test 
t-test for Equality of Means 
Sig. (2-tailed) Mean Difference Std. Error Difference 
totalcomi Equal variances assumed .825 .300 1.348 
Equal variances not assumed .825 .300 1.348 
totalcomsup Equal variances assumed .464 -.933 1.267 
Equal variances not assumed .464 -.933 1.267 
totalcomsub Equal variances assumed .568 -.800 1.393 
Equal variances not assumed .568 -.800 1.393 
totalcomcet Equal variances assumed .350 1.500 1.593 
Equal variances not assumed .350 1.500 1.593 
totalincs Equal variances assumed .066 4.033 2.154 
Equal variances not assumed .067 4.033 2.154 
totalagr Equal variances assumed .143 -1.867 1.258 
Equal variances not assumed .144 -1.867 1.258 
In Table 3 it can be seen that there are no statistically significant differences  for none of the measured dependent 
variables: communication, communication with superiors, communication with subordinates, total communication 
with  citizens,  total  aggression  and  total  work  load.  By  processing  the  data  it  was  shown  that  the  first  hypothesis  
which assumes a significant difference between the communication level of  field officers and police officers who 
work in the office is not confirmed, because there are no statistically significant differences (t =. 223, p>. 05) 
between the scores on the questionnaire that measures communication. 
Regarding the hypothesis that assumed a significant difference between the mean scores on the questionnaire 
regarding work load of field officers and police officers carrying out their work in the office, it appears that there are 
no significant differences (t =. 1.87, p>. 05) between the mean scores, hence this hypothesis is not confirmed. 
Finally, on the assumption regarding the existence of a significant difference between the mean scores on the 
questionnaire measuring aggression of field officers and those working in the office, it is  also noted that there are 
no statistically significant  differences(t = -1.48 , p> .05), so this hypothesis is not confirmed either. 
5. Conclusions 
  This study shows that while working in a social context as police officers work and being exposed to aggressive 
stimuli there are no statistically differences between office and field workers as long as they have the same social 
context: police environment (p>0.05). Within the police departments it was found that police officers have a higher 
level of aggression as opposed to the rest of people in the community. Finally, the manifestation of aggression is 
related to several factors such as the characteristics of each individual, situational and social factors, frustration, etc. 
Following the completion of this study it can be concluded that although it was expected that police officers have a 
higher level of aggression because of their job, the obtained results from processing responses show that there is no 
influence from the context of their work. Also, neither communication nor work load does not change because of the 
context in which police officers work. 
    The sample size was one of the limitations of the study, being a lot of convenience. A future research direction 
would be to study this subject on a representative sample of the national police, and other employees of the MIA 
(gendarmerie, intervention troops, and firefighters). 
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